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CEmAL mTELLIOEKCE AOENCy ACT AMEHOIEtraa OF I963 
EXPLAHATIOH AITD JUSTIFICATIDH 


1. Purpose of Proposed Bill 

a. The proposed bill penults the Agency to improve its retirement 
program by authorizing the establishment of a retlraaent system corre- 
sponding to that of the Foreign Service. The Central Intelligence Agency 
needs to attract and retain a force of highly motivated careerists who 
are intensively trained in uniq,ue skills. However, the Agency Is unable 
in fact to provide full-term ceureers for many individual officers. In 
order to minimize the adverse effects of necessary progirams of managed 
attrition and to preserve its ability to recruit and retain the high cali- 
ber persomel it needs, the Agency must make reasonable provision for the 
futures of those individuals who must be sepeurated before ctanpletlng a 
full -term career of thirty or so years. Therefore, the proposed bill 
adds a new Title II to the Central Intelligence Agency Act of 19 ^ 9 , as 
amended, whlc^ establishes for a limited number of Agency anployees a 
retirement and disability system corresponding to that established for 
persons serving in the Foreign Service of the Department ,of State. 

b. Section 4 of the Central Intelligence Agency Act was originally 
drafted to extend to Agency employees serving abroad travel expenses and 
overseas allowances similar to those extended to Foreign Service person- 
nel. Section 2 of the proposed bill makes appropriate modifications in 
Section 4 of the Central Intelligence Agency Act to bring it up to date 
in this regard. Certain other amendments have been determined to be 
necessary and have been explained in the Sectional Analysis and Ejqplana- 
tlon. Appendix A. 

2. Need for a Separate Retirement System for Certain Employees 

a. Svuaraary 

All regular employees of the Central Intelligence Agency are at 
present covered by the provisions of the Civil Service Retirement Act. 

Such coverage is appropriate for those whose conditions, obligations, and 
terns of service are comparable to those of federal anployees generedly. 
However, the Agency has a serious problem in its need to medee more ade- 
quate provision for certain of its employees vho should be retired at an 
earlier age and with a more equitable annuity than can be provided under 
the Civil Service Retirement Act. Hiis need stems from the fact that the 
Agency cannot provide to or e:qpect from many individuals in Its service a 
full-term working career of thirty or so yecu^s. 

b. Backgroimd 

( 1 ) The conditions underlying this sitwtlon eire ccanplex. For 

some years the Agency has recognized that it faces a serious dilemma. 

^ROu^P^*fciiiiflg(^fmttautomatic 
downgrading and^iecS5SWR»ii4ai^ 
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On the one hand, the nature of its mission requires the employment of 
people who are highly motivated and who develop unique and special- 
ized abilities through their continuing training and service over the 
years. Moreover, the natxire of the Agency's mission requires that a 
substantial proportion of its personnel accept, as do members of the 
military services, the 9 bligation to serve anywhere in the world at 
the Agency's direction- --not at their own will — and to be available 
for duty on a 24-hour-e-day basis. In sum, the employment of people 
to serve on a career basis is essential to fill the majority of the 
Agency's requirements for personnel. On the other hand, factors 
directly related to the nature and conditions of service in the intel- 
ligence field and factors affecting the ability and desire of indi- 
viduals to remain in such work on a long-term basis make it infeasible 
to provide full -term employment for all careerists. 

(2) The nattire of the work involved in the Agency's operations 

requires people who have a high degree of vigor, vitality, endurance, 
resilience, and Adaptability. Such traits are required to cope with 
the stresses and strains occasioned by uneven and uncertain hours and 
days of work, duty in unhealthful locations with less than adequate 
medical facilities, or arduous, and not Infrequently hazardous, assign- 
ments. For example, the resp onsibility of the Agency for cover t cold 
war functions and continuance I I requires 

the Agency to employ numbers of Indiyiduals whose skills are not neces- 
sarily adaptable to full -term careers. 

(3) There is a further requiranent that officers serving overseas 
must nomally perform their work imder the cover of anployment with 
some other organization, a requirement \diich limits their long-term 
utility. The usefulness of an officer is seriously impaired, if not 
destroyed, if his true employment affiliation is revealed. Yet, the 
longer he serves under cover, and particularly if his cover must be 
changed in the course of moves from one post to another, the greater 
becomes the risk that his true affiliation will be Inadvertently re- 
vealed to or inferred by hostile parties. Finally, since most posi- 
tions in cover organizations Tdaich can be made available for the 
Agency's use are those whj.ch woixld normally be manned by Junior per- 
sonnel of the host organization, it is difficult to find appropriate 
cover for any substantial number of officers of middle-age or over. 

(4) There are other factors pertaining to the Individuals them- 
selves "vdiich, over the years , limit their ability and desire to con- 
tinue in overseas service. 

(a) First, there is "motivational exhaustion." This term 
is used to describe a gradual lessening of Interest and enthvisl- 
asm of an officer as a resiilt of impingements on his personal and 
family life. These stem from the transient nature of his eussign- 
ments, the cocrplicatlons and restrictions of security requirements, 
and intrusions on his family life occasioned by the requironent 
that he spend his apparent "lelsxare time" in performing additional 

2 

Approved For Release 2002/05/06 : CIA-RDP78-03721A000200010048-5 

S-E-C-R-E-T 


25X1 C 




Approved For Release 2002/05/06 : CIA-RDP78-03721A000200010048-5 

S-B-C-B-E-T 


Agency duties after ecawleting his cover 

2l Asency employees are subject to security restrictions uhich 
■ ^r^^erTllmltatlons on their personal freed™, t«Pl^es 
Living abroad are aubjcct to even greater restrictions and, in 
S;??n7m^ conduct their personal affairs In a m^r c™ls- 
tent with their cover employment. These factors tend to lessen 
the enthusiasm and willingness of the family to accompany the 
officer on further assignments overseas. 

(b) Second, our experience has shown that ^ 

members of their families will in time ® 

which Idmit or preclude their further assi^^ 

moderate climate and exceUent livlS^in 

States make living in our own country healthier than llv^g in 

many areas abroad. It is accepted medical fact 

m^ disease hazards and a greater Incl^nce of f ^ 

than in the United States. Americans, because of ^^®®® 
sanitation and public health in this country, have failed to 
develop the natureil immunities which most foreigners P* 

SeSent^yrAmericans are more susceptible than local inhabi- 
tents to the diseases of an area. 

The wear and tear of repeated Illness saps ^ 
ual’s strength and resilience and affects his longevity 
^r ^S^ich an employee encounters In one place o^en attech 
+'h»»mselves r>ermanently as chronic and sanetimes disabling condi- 
fi™ to the heed for the earlier «tlr«nent 

provisions now proposed for certain employees of the Agency. 

(5) The dyuamlo nature of Intelligence 
tinea radlcal^lfte In the typea of peraonnel required. Ocnpl^lnn 
I of a mlBBlon of a tenporaiy nature or a ahlft 

q„allf loatlon. 

SS Sol o”SetrS ^eded and they haocme -ooc,h;«tlc«ally 
surplus . " 

c . Manpower Control 

The Agency finds it increasingly necessary to Ij^se wower 
controL to eX^^prlate alignment ae to age, quallf loatlona , 
“f^er^hSTtortSloa of It. »pl^ 
auTJDortlng foreign intelligence operations. Insofar as 

ahould be and «:e corrected W 'iS’SeSa " S 

rthrC>S.°1?^eTo:?faS^, , 

Induced attrition ulU continue to ^ ^eaa ^. 

attrition is feasible, however, only if it is linked wiim a y 
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retirement benefits which are sufficient to induce an employee or a 
prospective employee to take the risk that he may be one of those 
individuals who cannot serve a full term career. 

(2) ®ie seriousness of this risk to the indivi du al is greatly 
augmented by the diffictilty which he will encounter in effecting a 
treuisfer from intelligence activities to other Government or canmer- 
clal fields . The principal reason for this is that the special 
skills required for intelligence work are not ordinarily required in 
other fields. Other reasons are the inability of employees for 
security reasons to describe or confirm to a prospective eiqployer the 
scope and level of his duties and responsibilities. Further, there 
is a reluctance on the part of other employers, both Governmental and 
private, who are engaged in business overseas to hire a former intel- 
ligence officer. This reluctance stems from their concern that the 
attitudes of foreign officials toward their enterprises mi^t be ad- 
versely affected if they were known to anploy "former spies." 

(3) As part of its manpower control program, the Agency has 
instituted administrative procedures for identif^ng employees idio 
become surplus to its needs because of the several factors described 
above and during the past year has separated scane 125 s'lich individu- 
als. Many of these individuals had given long years of c carpet ent and 
faithful service to the Agency and to the Government. The process of 
terminating their employmetrb was made the more painful because of the 
relatively inadequate assistance which the Agency could offer them in 
making occupational transfers or in retiring prematurely. The bene- 
fits available were limited to those provided under the discontinued 
service provisions of the Civil Service Retirement Act euid to modest 
separation ccmpensation payments fran the Agency which are related to 
years of service and salary. 

3. Proposed Retirement Systm 

a. m order to minimize the adverse effects of such programs on the 
Agency's ability to recruit and retain the caliber of persoxmel needed, 
and particularly to minimize their effects on the dedicated personnel 
already in the service of the Agency, better provision must be made for 
the futures of those individuals who are sepaiated before completing a 
full -term career. An important means for doing so is to establish a re- 
tirement system permitting earlier retirement with a more nearly adequate 
and equitable annuity than is possible under the civil service retirement 
system. 


b. Careful study has been devoted to this matter. Recognizing the 
difficulties in developing an entirely new retirement system, the Agency 
examined existing systans . We have determined that the Foreign Seirvice 
system fulfills Agency requirements and is appropriate for those Agency 
employees whose careers Involve conditions of service ccxiparable to those 
of the Foreign Service personnel. It is pertinent in this connection 
that more than I I employees in the Agency are now in fact seiving under 
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c The specific provisions of the proposed retirement systm and 

to toe Central Intelligence Agency Act ewlemtory 
Se Sained In Appendix A, Sectional Analyals end Explanation. 

4 .. Cost Bstlmates 

a. There vm amcIenS SS ^““^elon- 

ssnstiTS rHErorSiSLsjS'rSSM- 

in torc^Sol SrSe^ S^S^SSeSnt’^STt; accoipllehed vlto- 
in Se K S ee??nated that by the end ot the first five yeare 

?SrS°;iiruX SSrS^t:: S^S^frSSSSflts, and 
all related administrative matters . 

b. Program costs cannot be estimated with comparable precision. 

S^SiS'e^SSSlf'tSfcivI^^ SrP^els^Ser^lce systems. 

.jil cSiS,%-:tris.’ssi.”.3;r^£e3£«- 

to the 13i of payroll contributed by the employee and the 
i^eSy S* ^S^nt vould he retired to contribute an^ditto^ 
of the Ohnual payroll of covered e«®loyees to support the bera- 
fits accruing on account of current service. (Cost factor updated 
to include the cost of increased annuity benefits provided under 
^bllc Law 87-793 are not yet available. It can be anticipated, how - 
tSt Sey win IncreSe the . 83 ?^ of payron addition^ contri- 
bution by th,j Government and thus narrow the differential between t e 
civil service and Foreign Service systems stated below.) 

(o\ < 5 HmiiAv althotudi not fully comparable data pertaining to 
the ^oiel^ii^leS rrtiSstot systL, l^loetee that eddltloml eoh- 
W Se ^rsment of IO. 691 I would he required. Using the 
difference (9 86 *) between these two estlmetee as reflecting the cost 
fiiSlai! o“ihe differing benefits of the two pr^^ end^^- 

infl this difference to the estimated annual payroll of the| 

Sployees SSSe for the proposed retirement system, we ccmpute that 

vcSlTr^Led. However, It has not been OcJverh^rt p^tlbA XUf 
mfmv vears to fully fund its retirement programs. Further, ;^e^® 

S Seelal charts against toe Poreign Se^lee Retirement Fund which 
go beyond the basic benefits of the proposed system. 

fv Tncveased payout costs for the next five years can be esti^ted 

«-=Th ^^rje^^s?s?S^“ r'SlSre^™ ^eS:t?ST„ 1 erer 

ZZ fg: “of Se°Sgmr^^ tTsS years and attalment of toe planned 
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